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Abstract 
This study explores school principals’ practices in carrying out the performance appraisal of teachers in Omani Basic Education 
schools. Selection of participants is critical in qualitative research; therefore, the researcher used purposeful sampling to identify 
the three Omani public school levels. Standardized open-ended interview approach is used as the primary source of data, direct 
observations and document analysis. The themes that presented in this article are, setting performance goals through the school 
plan, monitoring teachers’ performance through class observations, giving instructions and advice as feedback and developing 
teacher’s performance through workshops and paper presentation. 
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1. Background 
The movement for development of public schools has gained strong support in Oman during the past two 
decades. This movement has caused the construction and the sustainability of development structures in almost 
every area of the Omani public school educational system. Some of these areas are: (a) student achievement, (b) 
teacher in-service training programs, (c) special program development such as Special Education, (d) school 
performance appraisal systems, and (e) principal leadership at all levels.  
 As a result of the development movement, which has placed great stress upon almost every single factor that 
impacts student achievement, researchers have become progressively more interested in the school principal’s 
practices and instructional leadership skills. Researchers have found these to have both direct and indirect positive 
impact on student achievement (Ramirez, 2005).  
 Ruffin (2007) in her recent study of instructional leadership found that principals perceive themselves to be the 
instructional leader of their school; the role to be important, complex and multifaceted. In addition, Ruffin (2007) 
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5. Finding 
found that principals perceive themselves implementing their roles as instructional leaders through provision of 
professional development; monitoring instruction; and building relationships.  
   While it is generally accredited that teachers exert great influence over the enhancement of student learning 
(Darling-Hammond & Ball, 1997), the role that school leaders play in shaping system capacity for successful 
teaching and learning is often underappreciated (Murphy, 1994; Hallinger & Heck 1996; Elmore 2002). For the 
most part, principals affect instruction indirectly, through practices such as the acquisition and allocation of 
resources, supporting and encouraging staff, enforcing rules for student conduct, or taking personal interest in the 
professional development process (Berends, et. al., 2002; Peterson, 1989). However, principals can also affect 
teaching practice directly through teacher supervision and appraisal. Appraisal is a formal means for school leaders 
to communicate organizational goals, conceptions of teaching, standards, and values to teachers (Darling-Hammond, 
Wise & Pease, 1983). 
  Furthermore, the Ministry of Education in 2002 offered the Public Schools’ implementation of the School 
Performance Appraisal as one example of a recent adoption of a comprehensive school evaluation system adapted 
from OFSTED, UK in order to improve both teaching and learning in the public educational system in Oman 
(Ministry of Education, 2006). 
  Currently, research is broad and general regarding school evaluation systems. Thus, there is a need for more 
focused research regarding the implementation of school performance appraisal in Oman in general and 
performance appraisal of teachers in particular.  
2. Purpose of the study 
The purpose of this study is to explore school principals’ practices in carrying out the performance appraisal of 
teachers in Omani Basic Education schools (Cycle 1, Cycle 2, and Post Basic Education) in AL-Sharkiyah South 
Zone. 
3. Theoretical Framework 
                    
                                                                   
 
 
 
                                                                                         
 
 
 
 
 
 
Figure 1. Theoretical Framework of the study                                                                                
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4. Method 
Data reported in this study were gathered from three basic education schools located in a southeast region of 
Oman. The sample was chosen from those schools where a school-level gatekeeper allowed access to the school 
administration and the other staff in the school, (n=3).The schools are implementing the Basic Education System, 
and therefore enjoy certain facilities and have sufficient administrative staff. The schools that are presently 
implementing the School Performance Appraisal System and teacher's performance appraisal are an integral part of 
that system. The schools have been practicing teacher's performance appraisal for at least three years. The principal 
of each school had tenure of at least three years as principal of the school. Moreover, adequate training regarding 
School Performance Appraisal had been given to the school staff including administrative staff as well. 
The study used the collection of interview data from the Cycle1, Cycle2, Cycle3 school principals and the teachers 
who volunteered to provide their perceptions on the school principal practices regarding teacher’s performance 
evaluation. Using an interview protocol that addressed the a prior themes of assistance and monitoring, the purpose of the 
interviews was to elicit information regarding the individual basic education school’s induction process and the role of the 
principal in the process. Although the other staff, such as principal assistant, the senior teachers, and some teachers, were 
also interviewed, only those findings from interviews with principals in school A and school B are reported here. 
(Performance appraisal and performance evaluation are used interchangeably in this study.) 
Interviews were recorded and transcribed verbatim and translated from Arabic to English. Transcripts were 
iteratively read and coded, then analyzed using the constant-comparative method. Codes were grouped into 7 units: 
(a) the conception of teacher’s performance , (b) goal setting process, (c) monitoring the instruction, (d) feedback given to 
the teachers, (e) professional development, (f) treating teachers, and (g) summative evaluation. Once unitized and coded, 
comments were then entered into the database for analysis. 
5. Finding 
     Findings from Schools A and B focused on three components of the principal practices regarding teacher’s performance 
evaluation process, that is, (a) setting performance goals through the school plan, (b) monitoring teachers’ performance through 
class observations, (c) giving instructions and advice as feedback and developing teacher’s performance through workshops and 
paper presentation. 
5.1. Goal setting 
     Principal A described her role as setting goals through the school plan for administrators, teachers and students. 
By setting goals every year with the help of the school assistant and senior teachers, the principal and her team set 
performance goals for teaching, learning and school administration at the end of each school year to carry them out 
throughout the next year. When asked about how they set goals through school plan preparation, she laughed and said: 
"That is a lot actually…it is not easy to say…first of all at the end of the academic year…on May I have meeting with 
teachers –school board-…senior teachers, coordinator, social worker, principal assistant and me…there are a lot of 
items related to this plan…we ask for teachers' opinions by handing out a copy of the plan form for each as a 
preparation for the next year”. 
      The principal just passes the form to each member of the team to be filled up and returned back to her after one 
or two weeks. I wondered what normally the principal asks them to put in the form. She stated that "…they put 
objectives, criteria and procedures of the school plan…some of them just putting the objectives…and we as school 
administration complete the rest”. 
     Principal B described the action of goal setting as a part of the school plan preparation. He explained the process 
of goal setting as a contribution from a variety of people called the school plan preparation team. He explained that 
“yes, we set the goals through school plan…this plan has a team called school plan team… we give every member one 
form to write whatever he likes to have in the school plan for the next year…let them write”. 
2. Purpose of the study 
3.  
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6. Discussion 
References 
5.2. Monitoring the instruction 
     Data revealed that the school principal A used class observation to check and monitor instruction. To accomplish 
this, the principal considered the teacher’s performance evaluation more of a tool than a process. Further, the principal 
used the teacher’s performance evaluation to conduct forty minutes observations. "it is about evaluating the teacher 
through class observation”, she commented. This use of the system allowed the principal to ensure that teachers used 
instructional strategies correctly. Moreover, this practice also helped the principal monitor and measure a teacher’s 
fulfilment of all of the instructional leadership practices that the principal expected to be tied to each item in the class 
observation form. As the principal explained when asked about the leadership practices that she performs as a principal 
for teachers' performance evaluation: “Observing teacher in the class…through lesson plans, something like that, and 
instructional tools that teacher use…the main criteria is class observation”. 
     Principal B was carrying out teacher’s performance evaluation through a variety of means. The means consists 
of class observation, teacher’s activities, teacher’s records, and teacher’s involvement in administrative work and 
teacher’s discipline. He pointed out that “previously, the class observation where the principal sits and evaluates the 
teacher based on all items in the form, but now, the new understanding does not support that…you can assess one or 
two points that you –as a principal- looking for or you want to see this teacher whether he does this point or that 
point in the class”. The principal further added “sometimes we have a series of meetings with senior teachers, we 
give them tasks…or meeting with one of them to plan something…in addition to that, the directions, written 
announcements…also teachers' activities in the school.” 
5.3. Feedback and Professional development 
     Data revealed that principal A sometimes asks teachers to have feedback sessions with her after observing them 
in the classroom. The aim of the feedback is to warn teachers that they are followed by the principal and not left alone. 
In addition to that, the principal seeks to judge their performance whether it is developed or not. She described the 
intention of the feedback by stating:” The aim is to make them aware of my class observation…it is not just an 
observation and jotting down some notes and that's it… they have to know they are followed in certain points…and 
their performance is developing or not…to encourage them”. 
     The study revealed that the principal A plays a minimal role in teachers' professional development. According to 
the principal, her contribution to the professional development appears in conducting some administrative workshops 
and facilitating some other workshops or meetings normally done by senior teachers. In addition to that, the principal 
invites some experts or specialists to present a paper in the two-day professional development that takes place at the 
end of every semester. When asked about what she presented regarding the development of teachers' performance she 
said: “Most of it workshops… in their curriculum nothing, but in their job performance like job satisfaction, 
communication with parents, their leave for example…but of course the training center in the zone plays an important 
role in the teachers' professional development…you know they are specialized in that…this their job”. 
     Principal B normally asked the teacher to come to his office in order to have a feedback on the observed 
performance in the class. He also mentioned the low performance to be prior in terms of giving feedback. The principal 
preferred to praise the performance of the teacher at the beginning of the feedback regardless of its quality. The aim 
was to encourage the teacher to accept the discussion on the weaknesses. He explained that by saying “after the class 
observation, normally if the teacher’s performance is lower than my expectations, then I will ask him to come to my 
office. We could discuss the strengths and weaknesses in order to improve that performance to better level”. 
     He described the means of feedback in many ways such as direct discussion, series of meeting, oral direction and 
written announcements. Principal B also linked the feedback to professional development. He commented “actually, 
after the discussion on the teacher’s performance I might see the need to send a teacher to attend a workshop in the 
Zone’s training centre if they have relevant training to what the teacher needs. Also when the supervisor visits the 
school I discuss with him the teacher’s needs. The training centre sometime provides us a list of upcoming training 
programs from which we can choose certain programs for teachers in need.” 
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6. Discussion 
     This paper has briefly described findings related to what principals perceive as carrying out teacher performance 
evaluation in the school, and the effects of such conduct have been emphasized. The researcher found similar behaviors 
by the principals when they do the performance evaluation due to the centralization of the educational system.  
     In contrast to the existing literature on carrying out teacher’s performance evaluation, the researcher has concep-
tualized the process in terms of three levels: setting goals, monitoring instruction and feedback with professional 
development. Although the researcher used a particular theoretical framework in which he combined Brent’s model 
(2007) of performance evaluation and Alig-Mielcarek’s model (2003) of instructional leadership  to guide data 
collection, a comparison of the findings with Brent’s (2007) definition of performance evaluation— constructed from a 
comprehensive review of the performance evaluation literature— indicates that the principals’ experiences in carrying 
out performance evaluation are consistent to some extent with what appears in the available literature. According to 
Brent, goal setting theory is introduced as a key component for effective performance appraisals. Feedback theory 
recognizes the need for feedback to be interactive as well as constructive (Brent, 2007). Brent also added that "Tying 
these theories together creates a research model that explains how performance appraisals can indeed positively impact 
an organization instead of being perceived as a yearly exercise imposed upon employee by supervisors". 
     The researcher also found that the principals are concerned about setting goals, but through the school plan which 
is a requirement from the centralized authority. This process of goal setting is followed by monitoring the instruction 
and by feedback sessions, again as required by the educational authority. Although the principals are following the 
required steps from goal setting to feedback, the process seemed not to be integrated. 
     The study also found that the effects of such practices are ineffective to teachers’ professional development 
since the principals practice professional development as a duty not based on the performance evaluation and the teachers’ 
actual needs. 
     Furthermore, the findings point out that principals were often unable to carry out an effective teacher’s 
performance evaluation, at least in a timely manner. Several factors appear to hinder the principals from practicing 
effective performance evaluation for their teachers, for example, centralization policies that require them to practice 
multifaceted roles; insufficient time to perform the process of performance evaluation due to different responsibilities; 
weak support from the zone; lack of training on evaluation techniques and methods. 
     Finally, these findings are preliminary and as the analysis goes deeper, they may change and become more 
penetrating. The study is still in progress and the researcher will continue to review the findings. The researcher hopes 
to get more comments and precious feedback from those who are interested in such a study.  
References 
Alig-Mielcarek, J. M. (2003). A Model of School Success: Instructional Leadership, Academic Press, and Student Achievement. Unpublished    
      doctoral dissertation. Ohio State University. Ohio. 
Berends, M., Bodilly, S., & Kirby, S. N. (2002). Looking back over a decade of  whole school reform: The experience of New American Schools.  
        Phi Delta  Kappan, 84(2),168-175. 
Brent, D. U. (2007). Perceptions of Federal Performance Appraisal System: The case of Central District of California's Performance Appraisal   
       System. Unpublished doctoral dissertation. University of La Verne. California. 
Darling-Hammond, L., & Ball, D. L. (1997). Teaching for the standards: What policymakers need to know and be able to do. Retrieved July 17,  
       2008 from  www.negp.gov/reports/hestds.htm 
Darling-Hammond, L., Wise, A. E., & Pease, S. R. (1983). Teacher evaluation in the organizational context: A review of the literature. Review  
       of educational  Research, 53(3), 285-328. 
Elmore, R. (2002). Bridging the gap between standards and achievement: The  imperative for professional development in education.  
        Washington, DC:  The Albert Shanker Institute. 
Hallinger, P., & Heck, R. H. (1996). Reassessing the principal's role in school  effectiveness: A review of empirical research, 1980-1995.  
       Educational  Administration Quarterly, 32(1), 5-44. 
Ministry of Education. (2006). School performance evaluation: Introduction to educational quality assurance in Oman. Muscat: Oman. 
Murphy, J. (1994). Transformational change and the evolving role of the principal:  Early empirical evidence. In J. Murphy & K. S. Louis (Eds.).  
         Reshaping the principalship: Insights from transformational change efforts (pp. 20-53).  Newbury Park, CA: Corwin. 
Peterson, K. D. (1989). Secondary principals and instructional leadership: Complexities in a diverse role. Madison, WI: The National Center for   
       Effective Secondary Schools. 
Ramirez, A. J. (2005). Principals' Actions in the Performance Appraisal System for Teachers in Success Schools in Texas. Unpublished doctoral   
        dissertation, University of Texas at Austin. 
Ruffin, C. A. (2007). A Phenomenological Study of Instructional Leadership and  Preparation: Perspective of Urban Principals. Unpublished 
doctoral  dissertation, Drexel University. 
